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Overview k-

l. Administrative Improvements

1. Collaborate with Civil Service Department to increase training and development
opportunities:

Management and supervisor training

Work with local colleges and universities for discounted/waived tuition
New technology classes

Review and update of the Civil Service in-service training program
Budgeting for department specific training

2. Recommend increased funding for 5 new Civil Service Department staff positions
Cross-train staff in recruitment, class and compensation in order to provide
excellent customer service to hiring managers in departments

Il. Civil Service Rule Improvements

» 34 recommended rule changes proposed to the Civil Service Commission

lll. Pay Improvements

. Alnew $10.10 minimum wage for all City Employees — through an amended pay
plan
» 13 recommended rule changes would require City Council approval as well
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Our recommendations -

Do not dismantle the civil service system

There are no changes proposed to the LA Constitution and the
Charter

Will not allow more political influence into the classified system
Will not eliminate or erode any civil service protections
Do not anticipate a “smaller”’ workforce or looming layoffs

Will not eliminate rights for employees to be hired back after
leaving — voluntarily or by layoffs

Will not lower the standards for minimum qualifications,
examinations, and performance

The Civil Service Department and Commission will retain exclusive
control over the management of the personnel system and compliance
with its merit-based purpose

Do not grow wages for new employees without also increasing
wages for current city employees 4
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Nothing stays unchanged.

If we are not improving, we are falling behind.
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1. Better Hiring Techniques A‘w!«h
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1. Better Hiring Techniques ﬂ,@“ﬂ

1. Current Rule I. Number 9

"Band": a series of test scores, defined by a high score and a low
score, which, based upon the psychometrlc properties of the total
distribution of test scores, may be interpreted as indicative of a given
level of knowledge, skill or ability for a job class.

RECOMMENDED RULE

Delete Rule.



1. Better Hiring Techniques -

2. Current Rule V. Section 2.4

The Director shall fix requirements of training, residence, age, health, skill,
education, or other qualifications for admission to examination. Such
qualifications must be possessed by any applicant by the final filing date for
each examination unless otherwise specified on the official announcement.

RECOMMENDED RULE

The Director shall fix minimum qualifications for training, residence, age,
health, skill, education, or other qualifications for admission to examination for
each class. Such quallflcatlons must be possessed by any applicant by the
final filing date for each examination unless otherwise specified on the official
announcement. The Director shall seek appointing authority input in this
process. No examination will open to applications until such time as the
appropriate appointing authority has signed a draft of the official
announcement stating the minimum qualifications and form of examination. If
no agreement between the Director and appointing authority is reached on the
position's minimum qualifications or proper form of examination, the issue must
be brought before the Commission at the next meeting for a final decision.
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1. Better Hiring Techniques -

3. Current Rule V. Section 5.3

Any period during which any list may remain in force may be extended by the
Director for a period no longer than three years from the date of the original
establishment thereof. The Civil Service Commission may extend such lists for
up to an additional two (2) years.

RECOMMENDED RULE

Any period during which any list may remain in force may be extended by the
Director for a period no longer than three years from the date of the original
establishment thereof. The Civil Service Commission may extend such lists for
up to an additional two (2) years. If affected appointing authorities provide
evidence to the Department that most candidates on the list are no longer
interested or the examination scores of the remaining eligible candidates are
below the original fiftieth (50th) percentile, an appointing authority may request
and receive approval to reopen the position.

10
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1. Better Hiring Techniques -

4. Current Rule V. Section 5.4 a, b, & c.

Combining lists: When establishing a list for a class for which a list already exists the following conditions
shall apply: (amended July 25, 2001, amended December 14, 2009, effective January 1, 2010)

a) If the same test was used to create both lists, the names on the current and new lists shall be placed
on one list arranged according to examination score. If the name of any individual appears on both the
current and new lists, his standing on the combined list shall be determined by the highest score obtained
on either of the examinations.

b) If the tests used to create the lists being combined are not the same, names on the new list shall
precede those on the current list.

c) In any case that lists are combined, names from the current list shall be removed from the combined
list at the time the current list is allowed to expire. In any case that banded lists are combined, the number
of the band is considered the examination score.

RECOMMENDED RULE

Combining lists: When establishing a list for a class for which a list already exists the foIIowing conditions
shall apply: (amended July 25, 2001, amended December 14, 2009, effective January 1, 2010)

a) If the same test was used to create both lists, the names on the current and new lists shall be placed
on one list arran%ed according to examination score. If the name of any individual appears on both the
current and new lists, the candidate’s standing on the combined list shall be determined by the highest
score obtained on either of the examinations.

b) If the tests used to create the lists being combined are not the same, names on the new list shall
precede those on the current list.

c) In any case that lists are combined, names from the current list shall be removed from the combined
list at the time the current list is allowed to expire. In any case that former lists that include "bands" are
combined, the number of the band is considered the examination score.

d) The veterans and reinstatement status shall be noted, with accompanying point or interview
preference.

1



1. Better Hiring Techniques A(Dﬂ

5. Rule V. Section 10

Title of New Rule

RECOMMENDED RULE

Rule V. Section 10.  WORKPLACE DIVERSITY AND INCLUSION

6. Rule V. Section 10.1

New Rule
RECOMMENDED RULE

10.1 The Department shall make efforts to target recruitment and promotional opportunities in order to
attract qualified candidates who reflect the demographics of the city.

12



1. Better Hiring Techniques A’»ﬂ%

7. Current Rule VI. Section 1.1

Vacancies in positions in the classified service may be filled by demotion,
transfer, reinstatement, reemployment, promotion, original appointment, or
temporary appointment. Preference shall be given to the methods named in the
order in which they are listed above, under the conditions and subject to the
restrictions and limitations set forth in the Rules. A vacancy shall be considered
filled under any of the methods specified, and employment hereunder effective,
as of the date on which the employee enters into the duties of the position, in
accordance with the Law and the Rules.

RECOMMENDED RULE

Vacancies in positions in the classified service may be filled by demotion,
transfer, reinstatement, reemployment, promotion, original appointment, or
temporary appointment. Preference shall be given to reinstatement candidates
for invitation to interview, under the conditions and subject to the restrictions
and limitations set forth in the Rules. A vacancy shall be considered filled under
any of the methods specified, and employment hereunder effective, as of the
date on which the employee enters into the duties of the position, in
accordance with the Law and the Rules.

13
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1. Better Hiring Techniques -

8. Current Rule VI. Section 2.3

Request for selective certification: When an appointing authority in his request for certification of eligibles for
a position has specified necessary or desirable qualifications of candidates for appointment to the position,
the Director shall certify from a list of eligibles having such qualifications, if the Director deems that the
request has offered satisfactory evidence that the nature of the position to be filled warrants such
certification. If it is necessary to hold a new examination to establish a list of a sufficient number of persons
eligible for such selective certification, the Director may authorize provisional appointment, pending
establishment of the eligible list, of one of the top three eligibles on an existing list for the class, or any
person who demonstrates to the satisfaction of the Director that he possesses, in sufficient degree to have a
good chance of passing the examination, the special qualifications on the basis of which the selective
certification procedure is to be used. The Director shall consider each request for selective certification on the
basis of the facts in that particular instance. The burden of proof shall be on the appointing authority to prove
to the satisfaction of the Director that selective certification is warranted. The Director may consider the cost
of giving a special examination as a factor in determining whether selective certification is warranted.

RECOMMENDED RULE

Request for selective certification: When an appointing authority in his request for certification of eligibles for
a position has specified necessary or desirable qualifications of candidates for appointment to the position,
the Director shall certify from a list of eligibles having such qualifications, if the Director deems that the
request has offered satisfactory evidence that the nature of the position to be filled warrants such
certification. If it is necessary to hold a new examination to establish a list of a sufficient number of persons
eligible for such selective certification, the Director may authorize provisional appointment, pending
establishment of the eligible list, of any one of the eligibles on an existing list for the class, or any person who
demonstrates to the satisfaction of the Director that he possesses, in sufficient degree to have a good
chance of passing the examination, the special qualifications on the basis of which the selective certification
procedure is to be used. The Director shall consider each request for selective certification on the basis of
the facts in that particular instance. The burden of proof shall be on the appointing authority to prove to the
satisfaction of the Director that selective certification is warranted. The Director may consider the cost of

giving a special examination as a factor in determining whether selective certification is warranted. "



1. Better Hiring Techniques A!w%

L/ N8

9. Current Rule VI. Section 3.1

Upon a request from an appointing authority to fill a position other than by
demotion, transfer, or reinstatement, the Director shall certify to the
appointing authority the names of three eligibles for such position of the
class of the vacant position, and if more than one vacancy is to be filled, the
name of one additional eligible for each additional vacancy. In cases of
demotion, transfer or reinstatement, the Director shall approve or
disapprove the name of the person submitted by the appointing authority.

RECOMMENDED RULE

Upon a request from the appointing authority to fill a position other than by
demotion, transfer, or reinstatement, the Department shall provide to the
appointing authority the names of all candidates certified by the Department
to meet the minimum qualifications and have passed the examination, if any,
established by the Department. In cases of demotion, transfer or
reinstatement, the Director shall approve or disapprove the name of the
person submitted by the appointing authority.

15
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The "Rule of Three” e
Name Test Unusable potentially relevant information
Score
Band 1
Candidate A 100% Possesses min quals only, poor communicator
Candidate B 100% Was fired from previous position for poor performance
Candidate C 100% Possesses min quals only, low interest in Health
Band 2
Candidate D 99%  Has an additional 10 years experience
Candidate E  99% Has 2 years of experience in Health IT, not counted toward
min quals
Candidate F  97%  Poor communicator
Candidate G 97%  Excellent written and verbal skills
Band 3
Candidate H 96%  Regularly volunteers to lead initiatives
Candidate | 99% Etc.
Candidate J 95%  Etc.
Candidate K 95%  Etc.
Candidate L 94%  Etc.

16
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1. Better Hiring Techniques -

10. Current Rule VI. Section 3.2 (b)

The certification of eligibles from promotional and/or employment lists may
be presented in the form of a single band. Names on the appropriate re-
employment list, if any, shall be certified first. If fewer than three of these are
willing to accept the position, then the top-ranking eligibles from the
promotion list, grouped into a single band according to the established
psychometric formula for that examination, shall be certified. If no
promotional list exists, the same procedure shall be applied to the
employment list. As those eligibles with the highest scores are eliminated
through appointment or removal from the list, additional names will be
ahddgd tg the band as necessary to maintain the same range of scores within
the band.

RECOMMENDED RULE

The certification of eligibles from promotional, reemployment and/or
employment lists shall be presented in order of the examination score, when
competitive, on the same register and noted by the appropriate category so
that reinstatement candidates will be given preference through an interview
and promotional candidates will receive additional consideration.

17
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1. Better Hiring Techniques -

11. Current Rule VI. Section 4.1

Reemployment lists shall consist of the names of persons who were separated from their positions for reasons other than
fault or delinquency on their part, except as provided in Rule IX, and who, at the time of their separations, had attained
permanent status in that class of positions in accordance with the Law and Rules. The order in which these names shall
be ranked on the reemployment list shall be in accordance with their number of years of continuous city employment in
that class of positions. In case two or more employees have equal service in that position, the person who has the
greatest number of years of continuous service in city employment shall be ranked highest. Except as allowed in Rule XiIl,
Section 6.1, no person may be certified from a reemployment list or be reinstated who has voluntarily retired; provided,
however, a person who has voluntarily retired may be reinstated, with the approval of the Personnel Director, only to the
position he last held, and in the event of his reinstatement, said employee waives all pension rights while so employed.

RECOMMENDED RULE

Persons who were separated from their positions for reasons other than fault or delinquency on their part, except as
provided in Rule IX, and who, at the time of their separations, had attained permanent status in that class of positions in
accordance with the Law and Rules should be noted on lists of eligibles with their number of years of continuous city
employment and years of service in that class of position and be provided an interview. Except as allowed in Rule XII,
Section 6.1, no person may be certified from a reinstatement list or be reinstated who has voluntarily retired; provided,
however, a person who has voluntarily retired may be reinstated, with the approval of the Personnel Director, only to the
position he last held, and in the event of his reinstatement, said employee waives all pension rights while so employed.

12. Current Rule VI. Section 4.3

Preferred reemployment lists shall precede general reemployment lists in certification, provided that persons on such lists
meet the requirements and qualifications, to be determined by the Director, to perform the duties of the position involved.

RECOMMENDED RULE

Civil Service shall identify the preferred status of all candidates on a certified list of eligible candidates. Appointing
authorities must select the best qualified candidate for the position, whether an original entrance, promotional, veteran, or
reinstatement candidate. Preference shall be given first to reinstatement candidates by invitation to interview. Veterans
shall receive the point preferences provided on examinations in Rule XIII.

18
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2. Better Careers -

13. Current Rule V. Section 5.1

On every competitive promotion list and employment list, the eligibles shall be
ranked in the order of their ratings earned in the examination given for the purpose
of establishing the list. The Director may determine that ratings earned in the
examination shall be divided into bands. Bands shall be established based on
psychometric properties of the test score distribution or on job analysis information.
All scores falling within a given band shall be considered tied.

RECOMMENDED RULE

On every competitive promotion list and employment list, the eligibles shall be
ranked in the order of their ratings earned in the examination given for the purpose
of establishing the list. Veterans shall receive a ten (10) or five (5) point preference
as described In Rule XIlll. Existing employees, and former employees eligible for
reinstatement will be noted for preference in receiving an interview. All candidates
certified on the list shall be considered equally suitable for appointment.

21



2. Better Careers NML%

L/ N8

14. Current Rule V. Section 5.2

The Director shall determine at the time any promotion list or employment
list is established, the period during which the list shall remain in force,
which shall not be less than one year nor more than three years at the
discretion of the Personnel Director.

RECOMMENDED RULE

The Director shall determine at the time any promotion list or employment
list is established, the period during which the list shall remain in force,
which shall not be less than three months nor more than three years at the
discretion of the Personnel Director, in cooperation with the affected
appointing authorities for departmental specific classifications and sub-
headings. If no agreement between the Director and appointing authority is
reached, the issue must be brought before the Commission at the next
meeting for a final decision.

22
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2. Better Careers ,3*5&

15. Current Rule V. Section 5.6

Promotion lists: Such lists may be established on a service-
wide, or a departmental-wide basis as determined by the
Director in cooperation with the appointing authorities.

RECOMMENDED RULE

Promotion lists: Such lists may be established by the
Department on a service-wide or a departmental-wide basis, as
determined by the affected appointing authorities. An
appointing authority, in cooperation with the Department, may
set any training and/or testing requirements for promotions for
employees based on the class and qualifications for the
relevant position. Before any appointment or promotion, the
individuals on the list must be certified or rejected for cause by
the Department.

23



2. Better Careers ,3*5&

16. Rule V. Section 5.7

New Rule

RECOMMENDED RULE

Upon certification by the Department, an appointing authority
may directly promote employees when justified by merit, fitness
and efficiency to a new job class within their job series,
provided the employee has been determined by the
Department to meet the qualifications, pass the examination for
the higher class and are certified by the Department. In such
cases, the employee shall start at the minimum of the new
salary range or receive a five (9) percent salary increase,
whichever is greater.

24
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3. Better Pay

Mayor’s Outstanding Employee Award

26



3. Better Pay N%

[l

L/ N8

17. Current Rule |IV. Section 2.2

Subject to the prior approval of the Director, an appointing authority may grant an
increase within the pay range to any employee given a special assignment for a
limited term within his class of positions, provided that there shall be a corresponding
pay reduction at the completion of the special assignment. A written notice of the
Intention to effect a reduction in pay on the completion of the special assignment
shall be given to the employee when the increase is granted. Increases and
reductions in pay shall be reported to the Director in such manner as he may
prescribe.

RECOMMENDED RULE

An appointing authority may grant an increase within the pay range to any employee
given a special assignment for a limited term within his class of positions, provided
that there shall be a corresponding pay reduction at the completion of the special
assignment. A written notice of the intention to effect the increase in pay as well as
the reduction in pay on the completion of the special assignment shall be given to
the employee when the increase is granted. Increases and reductions in pay must
be reported to the Department in such manner as prescribed.

27



3. Better Pay A!w%

L/ N8

18. Current Rule 1V. Section 2.5(a)

The rate of pay for any employee in a classified position may be advanced by action of the appointing
authority, subject to the following limitations: (a) The total of these increases given in a calendar year shall be
budgeted for each organization unit at an amount equal to 1.25% of the combined base rates (as defined in
Rule |, Number 10) of pay of all permanent positions filled in the organization unit as of January 1 of that
year. These increases shall not exceed this amount without the approval of the Commission.

RECOMMENDED RULE

The rate of pay for any employee in a classified position may be advanced by action of the appointing
authority, subject to the following limitations: (a) The total of these increases given in a calendar year shall be
budgeted equally for each organization unit at an amount not less than 0.5% and up to 5% of the combined
base rates (as defined in Rule |, Number 10) of pay of all permanent positions filled in the organization unit
as of January 1 of that year.

19. Current Rule 1V. Section 2.5(b)

Such advances shall be effective thirty (30) days after the receipt by the Commission of suitable
documentation evidencing personal evaluation of the individual employee and detailing specific justification
for the individual employee’s entitlement to such an increase. Documentation shall include information on job
performance, attendance, compliance with city regulations and disciplinary record.

RECOMMENDED RULE

Such advances shall be effective thirty (30) days after the receipt by the Department of suitable
documentation evidencing personal evaluation of the individual employee and detailing specific justification
for the individual employee’s entitlement to such an increase. In no case shall an increase in the rate of pay
for any individual employee exceed 10% in any fiscal year. Documentation shall include information on job
performance, attendance, compliance with city regulations and disciplinary record.

28



3. Better Pay NML%

L/ N8

20. Current Rule 1V. Section 2.6

Special Entrance Rate (Hiring Rate) (a) Special rates of compensation for classifications of work may be authorized to
address employment problems resulting from recruitment and/or retention difficulties. Such advances may be authorized
by the Personnel Director up to the first quartile in the salary range subject to the following criteria: The appointing
authority has submitted a written request to the Director detailing the scope of the problem and its impact on the agency's
ability to perform. 2. The Director has received verification from the appointing authority and the Chief Administrative
Officer that funds are available for such increases. No such rates will become permanent until approved by the
Commission at its next scheduled meeting. (b) Advances above the first quartile and up to the midpoint in a salary range
may be authorized by the Civil Service Commission, provided the appointing authority has met the criteria listed above
and the Personnel Director has recommended the establishment of appropriate special rates of compensation after
reviewing all aspects and ramifications of the matter. (c) Advances above the midpoint rate in a salary range will not be
allowed unless an appointing authority can demonstrate that the competitive market justifies such compensation. These
advances may not take effect until they are approved by the Civil Service Commission and the City Council.

RECOMMENDED RULE
Pay above the minimum for recruitment/retention difficulties.

(a) Hiring or paying above the minimum salary in order to address employment problems resulting from recruitment and/or
retention difficulties may be authorized for an employee by the appointing authority not to exceed the midpoint of the pay
range, or up to the maximum of the pay range in extraordinary circumstances, provided that:

1. Appointing authority documents employment problems resulting from recruitment and/or retention difficulties and
maintains detailed objective analysis of rationale for hiring above the minimum.

2. Appointing authority receives appropriate approvals established by the Chief Administrative Officer, or other budget
authority for participating agencies, in advance and reports the action to the Department in such manner as prescribed.

(b) The salaries of all current probationary and permanent employees who occupy positions in the same job classification
who perform the same job function with recruitment/retention difficulties and who possess the same qualifications/
credentials should be adjusted up to, but not to exceed, the rate granted to that employee, provided that the qualifications/
credentials are also verified and documented as job related. These adjustments shall only be made on the same date that
the higher pay rate is given to that employee. Such increases above the minimum salary shall be subject to revocation by
the Commission if appointing authority is found to have not complied with these Rules.

29



3. Better Pay - |

21. Current Rule V. Section 2.7

Extraordinary Qualifications / Credentials (a) If an applicant who is eligible for appointment under the provisions of Rule V of
these Rules possesses extraordinary or superior qualifications / credentials above and beyond the minimum qualifications /
credentials, an appointing authority may request that the Director of Personnel authorize pay to the employee at a rate above
the minimum provided that: Such superior qualifications / credentials are verified and documented as job related. 2. The rate is
requested on or before the hire date. 3. The rate requested does not exceed the midpoint of the range for the affected job. 4.
The rate is implemented in accordance with written policies and procedures established by the Department. 5. The appointing
authority has received the budget approval of the Chief Administrative Officer. (b) The salaries of all current probationary and
permanent employees who occupy positions in the same job classification and who possess the same or equivalent

ualifications/credentials may be adjusted up to but not to exceed the rate granted to the newly hired employee provided that
the qualifications/credentials are also verified and documented as job related. Such adjustments shall only be made on the
same date that the higher pagl rate is given to the newly hired employee. Igc) All such increases must be approved by the
Commission at its next scheduled meeting after action was taken by the Director.

RECOMMENDED RULE

Hiring above the minimum for superior qualifications / credentials (a) If an applicant who is eligible for appointment under the
provisions of Rule V of these Rules possesses extraordinary or superior qualifications / credentials above and beyond the
minimum qualifications / credentials, an appointing authority may pay the employee at a rate not to exceed the midpoint of the
pay range, or up the maximum of the pay range under extraordinary circumstances, provided that:

1. Appointing authority verifies and documents such superior qualifications / credentials as job related and an objective analysis
of the public benefit rationale for hiring above the minimum.

2. Appointing authority submits to the Chief Administrative Officer, or other budget authority for Earticipating agencies, for
consideration whether the increase would obligate the city to higher costs in that fiscal year or the following year, including
potential effects on the salaries of other personnel to ensure equitable pay policies.

3. Appointing authority receives appropriate approvals established by the Chief Administrative Officer, or other budget authority
for participating agencies, in advance and reports the action to the Department in such manner as prescribed.

(b) The salaries of all current probationary and permanent employees who occupy positions in the same job classification who
perform the same job function and who possess the same qualifications/credentials should be adjusted up to, but not to

exceed, the rate granted to that employee, provided that the qualifications/credentials are also verified and documented as job
related. These adjustments shall only be made on the same date that the higher pay rate is given to that employee. Such

increases above the minimum salary shall be subject to revocation by the Commission if appointing authority is found to have

not complied with these Rules. 30



The Great Place to Work Initiative . m&‘ .

Civil Service Commission Rule Package

« Overview
* Better Hiring
 Better Careers

« Better Pay

 Better Processes

* Better Training

 Request for Passage

31



Na

4. Better Processes R

The Civil Service Department Needs to:
%=
= Stop doing the work city managers should do

Set reasonable deadlines and stick to them

®, Stop creating unnecessary hurdles
x P g ry

Take a critical look at what really is required and
what is sufficient and efficient

Make all procedures transparent and consistent

32



4. Better Processes . !Em :

L/ N8

22. Current Rule VI. Section 2.1

Whenever an appointing authority proposes to fill a vacancy in the classified service, he shall
submit to the Director a statement showing the position to be filled and the class and duties

thereof, and he may also specify the necessary and desirable qualifications of the person to be
appointed thereto.

RECOMMENDED RULE

Whenever an appointing authority proposes to fill a vacancy in the classified service, the
appointing authority shall submit to the Department a statement showing the position to be
filled, the duties thereof, the necessary and desirable qualifications of the person to be
appointed thereto, and the proposed class, if known. The Department shall grant approval of
the position allocation within seven (7) days for existing classifications and fifteen (15) days for
new classifications, exclusive of Commission approval. The Department shall announce the
vacancy within thirty (30) days of an approved allocation. The Department shall not withhold
reasonable approval of the request unless it can demonstrate that the request violates the
principles of the merit system. For the purposes of allocating positions to a class, the
Department shall interpret the existing classes broadly, including waiving supervisory
requirements and allowing appointing authorities to use classes it has not used previously, as
necessary. If the appointing authority and the Director disagree on the position's minimum
qualifications or the class allocation and are unable to resolve their disagreement, the issue
must be brought before the Commission for resolution.

33
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4. Better Processes R

23. Current Rule VI. Section 3.2

(a) The eligibles certified shall be the highest ranking eligibles willing to accept
employment, ranked in the following order: (1) all the eligibles on the appropriate
reemployment list, if any; (2) those on a promotion list, if any; (3) those on an
entrance employment list. All the names on any one of such lists shall be exhausted
before any names are certified from another list, but the names certified may be
taken from two or more lists if necessary to make a certification of three eligibles.
Names shall be certified from each list in the order of their rank on that list.

RECOMMENDED RULE

(a) The appointing authority shall determine whether to recruit from existing eligible
employees or from both existing eligible employees and external candidates. The
appointing authority shall decide in advance whether to give existing eligible
employees any preference in the selection process or have them compete on an
equal basis with external candidates. If the appointing authority has chosen to
include external candidates but give existing employees preference, both categories
should be on the same list with existing employees noted and the Department shall
certify the eligible candidates. However, the appointing authority may appoint a
candidate from anywhere on the list.

34



4. Better Processes . !Em :

L/ N8

24. Current Rule VII. Section 1.2

If the duration of the working test period is not stated at the time of the
announcement of the test for a class of positions, the working test period shall be six
(6) months in duration.

RECOMMENDED RULE

If the duration of the working test period is not stated at the time of the
announcement of the test for a position, the working test period shall be six (6)
months in duration. No extension shall be allowed which would make the total
working test period longer than one (1) year in the same position under the same
appointing authority. The Chief Administrative Officer, or other budget authority for
participating agencies, shall establish a system of performance measurement, which
shall provide reliable data about the performance of each new employee within their
first six (6) months. Supervisors of probationary employees who are still employed
after three (3) months shall be required to perform an employee performance
assessment at three (3) months, so the employees understand how they are
performing and whether and how they need to improve under a performance
Improvement plan.

35



4. Better Processes R

25. Current Rule XI.

SERVICE RATINGS
RECOMMENDED RULE
PERFORMANCE MANAGEMENT

26. Current Rule Xl. Section 1.1

A uniform service rating system for all organization units is established, which system shall
include provisions for periodic rating of employees on the basis of performance. The Director
shall prescribe the form on which service ratings are to be made, and each organization unit
shall use the form prescribed b?/ the Director in accordance with these Rules and the
instructions given on the official form and its accompanying manual.

RECOMMENDED RULE

A performance management system for all organization units is established, which system shall
provide periodic reports to employees regarding their performance and the development of
performance improvement plans, if applicable. The system shall provide for goal-setting for
each employee and/or team of employees, appropriate performance measures, and work
strategies or assignments for which results can be measured through objective performance
data, includin? customer satisfaction data if applicable. The system shall also provide for
employee self-evaluation, supervisor feedback, performance improvement mechanisms, and, if
desired by the appointing authority, peer or subordinate feedback.
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4. Better Processes R

27. Current Rule Xl. Section 1.2

The service rating period July 1, 1982 - June 30, 1983 is extended by six months to December 31, 1983. As of January 1, 1984,
and annually thereafter, the appointing authority of each organization unit shall have a service rating made of each regular
(permanent) employee in that organization unit who has worked in the classified service during that rating period. However, if the
employee has not worked for the current appointing authority for at least ninety (90) days during the rating period, the employee
shall be rated by the appointing authority under whom the employee has most recently worked for at least ninety (90? days during
the rating period. If the employee has not worked under any appointing authority for at least ninety (90) days, he shall be rated by
the current appointing authority. Service ratings shall be made by the SLéFel'ViSOF designated by the appointing authority as the
individual most familiar with the employees work during the rating period. Such service ratings shall be prepared for all regular
employees, including those currently serving in Emergency, Transient, Provisional or Probationary appointments. The service
rating shall be discussed with the employee, and after such discussion the employee shall sign the rating, but this act of signing
shall be evidence only of the fact that the rating has been submitted to the employee and discussed with the employee. Any
refusal to sign shall be so noted on the official rating form. A rating made by the supervisor and signed by the employee shall then
be reviewed by the appointing authority or the designated agent. The appointing authority or designate shall sign the rating as
presented or as corrected and, when thus signed by the appointing authority or designate, the rating shall become effective as the
official service rating of the employee for the period indicated thereon. Any modification by the appointing authority of the
supervisor's rating of the employee shall be communicated to the employee and the supervisor.

RECOMMENDED RULE

The Chief Administrative Office, or budget authority for participating agencies, shall provide
policies, instructions, and appropriate forms in specific formats that may be tailored to
departmental needs. The Chief Administrative Office, or budget authority for participating
agencies, shall oversee and ensure compliance with the system, and appointing authorities shall
have responsibility for administering the performance management system in their departments.
The Chief Administrative Office, or budget authority for participating agencies, review and
approval of the performance goals is required. The Chief Administrative Office, or budget
authority for participating agencies, shall provide training, advice and assistance to departments
and serve as a source of expertise. Goals, performance measures, performance data collected
and utilized within the system, and performance assessments shall be provided to individual
employees at least annually and that employee's input shall be sought as part of the process.

37



Scantron Evaluations
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Scantron Evaluations
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ANa

Meaningful Performance Management - |

Performance Feedback Form, Part |

To be filled out by the employee

Progress and Accomplishments This Year:
Strengths:

Challenges:

Professional Development and Learning This Year:
Personal Goals for Next Year:

Training/Education Needed:

Final comments by the employee being evaluated, after the appraisal is
finalized by his or her supervisor:

40



ANa

Meaningful Performance Management - |

Performaljce Feedback Form, Part Il .
To be filled out by the employee’s supervisor

Overall Feedback on Employee’s Performance:

Strengths:

Challenges:

Accomplishments:

Changes in Performance Since Last Appraisal:

Citizen Feedback, Commendations or Complaints in Last 6 Months:

Training or other Developmental Work Assigned for Next Year:
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ANa

Meaningful Performance Management - |

Employee Self Assessment
Supervisor Assessment
Discussion

Revision of Assessments as
needed

Update goals for next year:
the 3-6 most important
objective goals that the
employee generates and the
manager approves
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Meaningful Performance Management - |

28. Current Rule XI. Section 1.3

The appointing authority must provide a COpK of the completed
performance management forms and any other documentation
required, as set forth in the procedures and within the timeframes
provided by The Chief Administrative Office, or budget authority for
participating agencies.

29. Current Rule Xl. Section 1.4

The Department and the Chief Administrative Office, or other budget
authority for participating agencies, shall collaborate to provide
management training for all supervisors in order to support an effective
performance management system.

30. Current Rule Xl. Section 1.5

Delete Rule.

31 Current Rule Xl. Section 1.6

Delete Rule.

32. Current Rule XI. Section 1.7 (Renumber to Section 1.5)

Once poor work performance of an employee has been established,
the appointing authority shall monitor the employee's performance for a
period of at least thirty (30) days and not more than ninety (90) days. At
the conclusion of the review period, the appointing authority must state
in writing to the employee and to the Personnel Director whether or not
the employee's work performance has improved. If, upon review, the
work performance has not improved, the appointing authority shall take
appropriate disciplinary action under the provisions of Rule IX.




4. Better Processes
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We should:

Measure our
diversity and
inclusion in our
personnel system
and

Pay our
hardworking
employees a
minimum wage of
at least $10.10 per
hour
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4. Better Processes . @*ﬂm :

33. Rule X. Section 1.6

New Rule
RECOMMENDED RULE

The Department shall provide the necessary employment
statistics regarding hiring, promotions, and pay increases to
the City annually. The City shall analyze this information and
develop an Inclusion Index, which shall measure the City’s
employment opportunities and advances by race, ethnicity,
sex, and age. This report shall be in addition to any other
reporting mandated by other federal, state, and local laws.
As of the effective date of this Rule, the Department shall
provide the relevant baseline data to the City for the previous
fiscal year.
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A New Minimum Wage for City Employees ™ s

« All City employees will make at least $10.10 per
hour

* Employees directly impacted by compression will
also receive increases

« The Administration will propose funding for Civil
Service in the 2015 budget to perform a
comprehensive compensation study to assess all
other compensation packages

46



The Great Place to Work Initiative . m&‘ .

Civil Service Commission Rule Package

* Overview

* Better Hiring
- Better Careers
« Better Pay

 Better Processes

* Better Training

 Request for Passage
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5. Better Training R

34. Current Rule VIII. Section 4.2

When an employee is authorized or assigned to attend a conference, convention, training
program directly related to the employee's work or the work of the employee's department,
or training program that is part of a Civil Service Department authorized employee growth
and development program, no leave shall be reported and the employee shall be
considered as working. All regular employees shall be allowed to take at least one course
per month of available authorized Civil Service Department training, if such training is being
taken as a requirement for a Civil Service Department promotional examination. Employees
elected or appointed as trustees as defined by LAR.S. 9:1781 et seq, on any public
employee retirement system's governing board, shall be given time off, subject to the
approval of the appointing authority, without loss of pay when engaged in administrative or
educational activities required to fulfill their statutory responsibilities as fiduciaries.

RECOMMENDED RULE

When an employee is authorized or assigned to attend a conference, convention, training
program directly related to the employee's work or the work of the employee's department,
or training program that is part of an authorized employee growth or development program,
no leave shall be reported and the employee shall be considered as working. All regular
employees shall be allowed to take at least one course per month of available authorized
training, subject to supervisor approval, which shall not be unreasonably withheld. In any
case, appointing authorities shall approve at least four (4) training opportunities for
employees each year. Employees elected or appointed as trustees as defined by LAR.S.
9:1781 et seq, on any public employee retirement system's governing board, shall be given
time off, subject to the approval of the appointing authority, without loss of pay when
engaged in administrative or educational activities required to fulfill their statutory
responsibilities as fiduciaries.
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Years of Independent Studies, Research, Civil Service, and Aﬁﬂ

Employee and Manager Input Formed the Basis for this Proposal

Bureau of Governmental Research, 2004

Bush School of Government and Public Service, 2010

Modernization and Reinvention of Civil Service Strategic Plan, 2010
Independent City Commissioned Study by PSG government experts, 2011
Forward New Orleans Platform, 2012

All recommended:

More managerial flexibility on hiring, promotions, and pay
Eliminate/reduce Rule of Three

Create a performance culture

Improve workforce training

Open more opportunities to new and existing employees
Improve hiring and testing procedures quality and timeliness
More effective management and performance improvement

We relied on:

Research on trends in civil service reform elsewhere

Discussions with Louisiana Department of State Civil Service about their reforms

More than 75 interviews of managers, employees & stakeholders

Four focus groups, including one of department heads

An employee survey to which 1,153 responded (over 25% of workforce)

Repeated consultation with Civil Service Department staff and Commissioners

Meetings with employee unions and associations

Crime Commission survey: 74% of citizens support changing civil service rules to improve
NOPD
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The Great Place to Work Initiative N%
Has a Broad Base of Community Support =

s
LOCAL 21 LA
Urban League of P
Greater New Orleans < q Committee For A

Empowering Communities. SEIJIU BETTER

Changing Lives. Stronger Together New Orleans

L\QESV%E%ES.@ FORWARD

el New Orleans

BUSINESS
COUNCIL

NEW ORLEANS POLICE

& JUSTICE FOUNDATION

young leadership council
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